The quality of foremen, handymen, and workers plays an important role in improving the building quality. In this case, fi eld implementers should not only possess communication ability with their site engineers, site managers, and the workers, but also technical and managerial ability to make a direct relationship with the foremen, skilled handymen or blue-collar workers. From the organizational relationship, fi eld implementers should be able to implement the work drawing with a certain method of implementation in order to create a building by optimizing the available resources. The objective of this present research is to test and analyze the actualization of the leadership model adopted by the fi eld implementers in infl uencing the contractor employees' motivation and performance. This research was conducted in Contractors with grades 5, 6, and 7 in Malang, Surabaya, Blitar, and Probolinggo cities. The fi ndings of this present research are as follows: (1) a combinational leadership signifi cantly infl uenced the employees' performance;
BACKGROUND
The world condition in this 21 century has changed compared with that in the previous century due to the global fi nancial crises and to the changes in the construction industry where at present many construction services companies join together in working on projects. Therefore, this needs project leaders who are able to implement the companies' vision-missions and to improve the team cooperation, communication, soft skills and transparency (Lloyd-Walker and Walker, 2011) . According to Lloyd and Walker (2011) , a great challenge a project leader encounters in order to be able to lead his organization sustainably in the future is that he should be able to make some adaptations to his environment to fulfi ll the changes of the needs in the 21 century. According to Kaulio (2008) , the leadership challenge is to survive and to keep sustainability, fulfi ll standards determined by the stakeholders and to satisfy the partners (clients, supervisors, and consultants), to maintain high motivation in groups, and to do any proper actions in line with the aim of the project. The task of the leadership in a project is not only to do any jobs dealing with the project, but also to ensure the group unity and wholeness, and to protect resources from any competitions. Muller and Turner (2007) also identifi ed ten challenges of the leadership and the success in a project namely: the attainment of the project performance (function, budget, and time),stakeholders' satisfaction, users' satisfaction, suppliers' satisfaction, project team's satisfaction, the attainment of the users' purpose, fulfi llment of the purpose of the project, the clients' satisfaction with the project results, the business continuation with the clients. Kloppenborg dan Petrick (1999) added that the challenges encountered by the leadership style needed for successful projects in the future are as follows: sincerity to one-self, supportive behavior, ability to maintain good relations with subordinates, and ability to make effective interactions with others. According to Toor and Ofori (2008) , a different approach to managing a project in the 21 century is needed since it requires different project leadership knowledge and skills, and this also in effect needs a new leadership style. Thite (2000) stated that no single leadership style will be effective in all project situations, but a fl exible leadership style supported by organization is required. Low motivation is often the main cause of the failure of a project. Motivation is considered as the main factor in the success of a project management (Verma, 1996) . According to Turner et al (2009) , besides work motivation, the existence of work de-motivation needs to be identifi ed since it is a very important aspect in the construction service industry to support the company's business function. Less motivated managers and employees tend to perform badly, although they have good knowledge in management and project and in technical skills (Germann, 2004) . Oyedele (2010) identifi es four empirical factors of motivation covering a project condition benefi cial for working namely organizational support, the success in implementing the design and the effort for recognition. Foster and Seeker (2001) stated that the causes of an employee's less performance is less knowledge and skills in doing the job given to him. Soekiman et all (2011) stated that a problem that often happens to productivity is the one dealing with an employee's performance. Some researches on leadership and employees' performance have been conducted previously. A research made by Liridon Veliu et all (2017) on the managers of middle and high class private businesses in Kosovo showed that democratic, autocratic and transformational leadership styles gave positive effects on the employees' performance. Ali Orazi Sougui, et all (2015) also conducted a research on the employees in Telecommunication companies in Malaysia and the results showed that all leadership styles gave positive and negative effects on employees. Idah Naile and Jacob M Selesho (2017) in their research showed that a transformational leadership style may be employed to improve the organizational commitment and employees' performance. The relationship between leadership and motivation has much been investigated. Mustaqim (2016) studying the employees in PT Garuda Sakti Artha Surabaya Indonesia found that a leadership style and motivation signifi cantly infl uenced the employees' work satisfaction. A research conducted by Sudi Apak and Sefer Gumus (2015) on the administrative workers in Istanbul, Turkey showed that the application of disciplinary rules to all workers may improve their motivation. Moreover, there is no correlation between employees' socio-demographic characteristics (age, sex, education, length of work, position in the institution) and the types of leadership models in improving work motivation. Ficke H. Rawung (2013) also studied the staffs in Manado State University and the results of the study showed that there is no signifi cantly positive correlation between the leadership and work motivation. From a research conducted by Laura M. Graves and Joseph Sarkis (2018) , it was also found that a transformational leadership style positively infl uenced the internal motivation when the employees possessed strong environmental values and transformational leadership that may create external motivation through the use of reward. Dealing with employees' motivation and performance, Elizabeth and Kwesi (2015) showed that there is a significant correlation between intrinsic motivation and work achievement. Among the employees with high education level, intrinsic reward in the form of praise and recognition is more motivated. Moreover, employees/workers are more motivated with intrinsic and extrinsic rewards with the emphasis on reward/remuneration/salary, job security, health insurance, and pension scheme. From the research conducted by Sara , it was found that two most dominant factors of motivation in improving work achievement are fi rst, responsibility and second, allowance. Thoni Setyo Prabowo, et al (2017) studying the employees of hotel Kartika Graha Malang, Indonesia, showed that work motivation plays an important role in improving the employees' perfor-mance and shows signifi cantly positive infl uence. A research made by Irum Shahzadi et al (2014) in either private or state faculty of teaching in Pakistan showed that there is a positive correlation between employees' motivation and their performance. Amjad Ali et al (2016) investigating the employees in Information and Technology companies in Pakistan showed that there is a positive infl uence of motivation on employees' motivation and work satisfaction that may improve individual and organizational ability. From the descriptions above, there are many researches dealing with the relationship between leadership and employees' performance, between leadership and motivation and motivation and employees's' performance. But to best knowledge of the researchers, no research has been made on the contractor projects, especially in Indonesia. Therefore, it is necessary to study on the actualization of the leadership model of the fi eld implementers in infl uencing the contractors employees' motivation and performance.
REVIEW OF LITERATURE

Leadership
Leadership according to Dubrin (2004) and Dansereau (1995) is defi ned as a process of infl uencing others so that they follow and agree with what is necessary to do and how the process may be conducted effectively and facilitate individuals and collective team to reach a common goal. The most common measure that may be used to understand a leadership effectiveness is how far an organization is able to apply its leadership successfully in doing its tasks or in reaching its goal. According to Yukl and Lepsinger (2005) , leadership involves a social process in the form of intentional infl uence given by a person to others in the relationship structure of an activity, the group or organizational relationships. The followings will be described some types of leadership. Transactional leadership explains how the needs of its followers will be satisfi ed in the exchange to complete their work. Therefore, this transactional leadership is based on the economic principles and shows that the followers rationally realize their needs. A transactional leader enforces the following behavior: situational rewards. A transactional leadership is an effect leadership if all followers are familiar with how to get respected rewards (Bono and Judge, 2004) . According to the transformational leadership theory, the followers posses trust and respect to their leaders and they are motivated to do more and exceed what is usually expected to them. Transformational leaders enforce their leadership through four types of behavior: individual consideration, intellectual stimulation, idealism infl uence, and motivational inspiration. Charismatic leadership theories emphasize behavior to enable the leaders to have great infl uence to their followers (Yukl, 1999) . Based on the characteristics of the situation, the followers symbolize their leaders to have extraordinary quality and charisma, a charisma which is based on the characteristic or symbol, so that the followers see the charisma on the basis of the observations on their leader's behavior so that it can be determined whether the leader may really be considered to be a charismatic leader. An authentic leadership theory principally emphasizes the measure of a reciprocal approach to leadership. For instance, Avolio and Gardner (2005) discuss the importance of an authentic relationship between a leader and his followers that support the attainment of the common goal and development. Avolio et al (2004) showed that an authentic leader promotes his followers' optimism by fi rst identifying that the interaction between a leader and his followers will result in leadership ). An authentic leader causes a personal identifi cation of its followers with their leader and a social identification with the group that at last may improve the followers' certain level of expectation, their positive emotional trust, and optimism. Avolio et al, (2004) and Ilies, et al, (2005) discusses the importance of the spread of position emotions, positive social exchanges, and supports from the followers and self-determination as a potential process where a leader-followers authenticity give effects on prosperity.
Work motivation
According to Sansone dan Harackiewicz (2000) , motivation is from the word "movere", meaning "move", therefore, motivation is defi ned as one's inner control that is able to activate and lead behavior. The types of behavior and external needs show behavior motivated by a need or desire to reach certain results. Therefore, motivation gives energy and guides behavior to reach a certain goal (Sansone and Harackiewic, 2000) . Work motivation is a sets of energetic powers coming from internal or external individuals leading to focus on the management of a work to improve performance. Work motivation started to be investigated in the basic theories of motivation through Maslow's works (1954 covering: satisfaction, need for safety, affi liation and recognition. McClelland (1961) stated that motivation is infl uenced by the work characteristics, salary, collegiality, and autonomy. A conceptual understanding of this work motivation then bring out a work characteristic model (Hackman and Oldham, 1980) . The importance of the roles of information documented would help employees do their tasks effectively has started to be studied (de-Treville and Antonakis, 2006) . Some researchers conclude that without motivation, the most talented persons will not be able to show their potency and that motivated persons will not perform above their intelligence level and academic ability (Germann, 2004) . Kerzner (2000) underlines the importance of the clarity of the goal to reach optimal project performance. Then, a project goal should be realistically determined by taking into account the available resources (Pinto, 2000) . According to Colquitt (2001) and Rose and Manley (2011) , to avoid or omit de-motivation factors in companiess, the following factors are suggested: justice and equality in resources distribution, justice in procedures, and justice in the obedience to rules and justice in the process and justice in the decisions leading to results, and justice in interactions (respect, dignity, politeness, and the like shown by the employees in their work place when they interact with others).
Employees' performance
Abdel-Razek (2007) stated that a proper measurement of employees' productivity may be used as an indicator that may be depended in improving the project employees' performance. Thomas and Tang, Ziwei (2010) stated that there are three determining factors in a project success, namely managerial performance, fi nancial performance and employees' performance. The followings are presented some research models used to study employees. According to Soekiman, et al (2011), a contractor company faced challenges dealing with productivity problems and the problems usually deal with employees' performance. The performance is infl uenced by many factors and is usually related to the time, cost and quality performance. Productivity in construction companies shows a rate of decline compared with that in other sectors (Bernstein, 2007) . This is also the case in Indonesia. Efforts to reach better performance and improve productivity in the construction fi eld need some understandings of various indicators of productivity as a way to understand a project's performance (Atkinson et al, 1997) .
RESEARCH METHODOLOGY
Indicators of the leadership variables of the fi eld implementers, motivation, and employees' performance are identifi ed. Indicators of the variables obtained based on the results of the pervious researches taking attention to the relationship and the infl uence of leadership to motivation and performance of the foremen, handymen, and workers are among others: leadership (Lloyd and Walker, 20ll; Toor and Ofori, 2008; Avolio and Gardner, 2005) , motivation (Oyedele, 2012; Rose and Manley, 2011; Mueller and Turner, 2009) , and employees' performance (Hyvari, 2006; Irawan et. al., 2012; Soekiman et. al., 2011) . The data were obtained from the respondents through the improved questionnaires and interviews with respondents consisting of the fi eld implementers and foremen, handymen and workers in the contractors grades 5, 6, and 7. They were asked to respond to the questionnaires to obtain information about: the infl uence of the leadership of the fi eld implementers to employees' motivation and performance. An evaluation was made using a Likert Scale with the order from 1 to 5 representing very disagree, disagree, quite disagree, agree, and very agree, respectively. The research site is Malang, Surabaya, Blitar, and Probolinggo cities where the number of contractors taken in this research was 53 contractor companies. The secondary data were taken from the list of contractors with grades 5, 6, and 7 obtained from the local Association of the Contractor Services Company, while the respondents were the fi eld implementers, foremen, handymen and workers. From each company, three respondents namely foremen, handymen, and workers were taken, so the total number of the respondents are 159.
In the application of the SEM-PLS model, according to Hair et al (2014) , it is estimated that the number of sample should be 10 times the number of the latent variable. In the hypothetical model, there are 7 variables of which the two are work motivation with 6 indicators and employees' performance with 5 indicators. Therefore, the total number of the latent variable is 16. From the calculation, the number of the needed samples is 160 respondents. The objective of this present research is to analyze the infl uence of the fi eld implementers' leadership on employees' motivation and work performance (foremen, handymen, and workers). The model of the relationship among the variables was analyzed using the SEM (Structural Equation Modeling. Schematically, this modeling concept is presented in Figure 1 . The model was tested using the Structural Equation Modeling with a partial Least Square (SEM-PLS) approach. It is a multivariate technique combining a multi-variate regression and a factorial analysis to explain the relationship among some variables (Hair, 2006) . In the SEM-PLS, the measurement model is called the outer model, while the structural model is called the inner model. In the fi ve leadership variables, the outer model is fi rst order in nature since it does not have any indicators or the direct variables are constructed by the items. Meanwhile, in the work motivation and employee' performance variables, the outer model is the second order in nature, since it does not have any indicators or the variables constructed by the items of the indicators and from the indicators to the variables. This model is very complex but in the SEM-PLS, there are not many assumptions and requirements in the analysis. The SEM-PLS has some superiorities than other analysis tools since (1) it may analyze complex models;
(2) the data should not be normally distributed; (3) it may use small samples and (4) The Partial Least Square (PLS) analysis is made through two stages namely evaluating the outer model and the inner model. Outer model is a measurement model to value the validity and reliability of the construct (Hartono and Abdillah, 2009) . A reliability test is used to measure the internal consistence of the measuring tool. Reliability shows accuracy, consistency, and fi delity of a measuring tool in doing measurement. An instrument is considered to be reliable if the values of the Cronbach's Alpha and Composite Reliability are higher than or equivalent with 0.60 (Hartono and Abdillah, 2009 ). The second stage in the PLS analysis is to evaluate the inner model to understand the coeffi cient R 2 for the dependent construct and the t-statistic value to test the construct signifi cance in the structural model (Hartono dan Abdillah, 2009; Ghozali, 2011) . The estimation value for the path relationship in the structural model is obtained through bootstrapping. This present research employed 500 bootstrapping processes, since the number of the sample exceeds the minimal limit required in the PLS analysis. In testing the mediation effects, the signifi cance test may be seen in the table of the total infl uence (Hartono and Abdillah, 2009 ). This is caused by the mediation infl uence which is the combination between the results of the direct and indirect infl uences of the dependent variables on the dependent ones. The testing of the mediation ifluences may be made if the independent variables have direct infl uences on the dependent variables (Baron and Kenny, 1986; Hair et al, 2010) . In the result of the running software SmartPLS, the results of the direct and indirect effects have been provided. The indirect infl uences that would be proved in this present research are the indirect infl uences of the leadership on the employees' performance through work motivation. In the refl ective outer model, convergent and discriminant validity, and composite reliability are employed. according to Chin in Ghozali and Latan (2012) , the value of the convergent loading factor for a confi rmatory research is considered to be valid if it is > 0., while for an explanatory research the value of the loading factor between 0.6 -0.7 may still be accepted. This present research used a minimal standard of 0.6 to measure the item validity.
RESEARCH RESULTS AND DISCUSSION
Contractor companies investigated to represent East Java province are from Blitar (24%), Malang (40%), Probolinggo (22%) and Surabaya (14%). Most contractors are companies under the medium classifi cation (76%), while the rest, 24% companies are under big companies. The number of medium companies is higher since in the real condition in the fi eld, the proportion of development with higher project value is lower. As a result, the number of big contractors is lower than that of medium contractors. The difference of the contractor levels is needed in this present research to assure the better representativeness of the sample from the existing population. Research on leadership should cover all levels of contractors. Teamwork is very important since for project implementers, although a project is very difficult to work on, the diffi culty will be easily handled if the teamwork is good and solid. The type of construction to work on at present is building (55%), then roads (13%V), housing (11%), port (8%) and the rest is bus station, irrigation, water building and other building. Characteristics of companies based on their experiences may be categorized into young, old, and very old. Seventeen percent of the sampled company had fi ve years experience; 34%, 6-19 years; 43%, 11-25 years; and 6%, more than 25 years. In the hypothetical model, the position of work motivation is to mediate the relationship among the fi ve leadership variables and the employees' performance. The hypothesis testing in the structural model is related to the result of the regression coeffi cient test for each path resulted as explained in Table 1 . The path coeffi cient of the authentic leadership in the work motivation of 0.063 was insignifi cant (p>0.05). and in the employees' performance of -0.058 was also insignifi cant (P>0.05). The application of the authentic leadership in higher intensity did not always improve the employees' work motivation and performance. Authentic leadership is a leadership which is less appropriate if it is applied in the scope of the relationship between the project implementers and the employees. The path coefficient of the combined leadership in the work motivation of 0.111 was signifi cant (p.0.05) and in the employees' performance of 0.288 was also insignifi cant (p <0.05). The application of the task-oriented leadership in a higher intensity may improve the employees' work motivation but it has not proved to directly improve the employees' performance. The path coeffi cient of people-oriented leadership in the employees' work motivation of 0.284 was signifi cant (p<0.05), but the coeffi cient in the employees' performance of 0.020 was insignifi cant (p>0.05). The application of the people-oriented leadership style in a higher intensity may improve the employees' work motivation but it has not proved to directly improve the employees' performance. The path coeffi cient of the liberalization leadership in the employees' motivation of 0.200 was signifi cant ([>0.05), but the coeffi cient of it in the employees' performance of 0.041 was insignifi cant (p<0.05). The application of the liberalization leadership in a higher intensity may improve the employees' work motivation but it has not proved to directly improve the employees' performance. The path coeffi cient of the employees' work motivation in the employees' performance of 0.535 was signifi cant (p<0.05). The employees with a higher level of work motivation will directly improve their performance. The fi t model may be measured using two fi t model indices namely SRMR and fi t model of (R m 2 ). At the level of the fi t model, Standardized Root Mean Square Residual (SRMR) value will be used. The SRMR value of lower than 0.08 was a good fi t and it is a low good fi t if its value is higher than 0.10. The model proposed in this present research had the SRMR value of 0.088, meaning that it is higher than 0.08 and lower than 0-10. Therefore, it can be concluded that the model is a marginal fi t namely it lies between poor fi t and good fi t.
Index Statistic Good Fit Limit
Poor Fit Limit SRMR 0,088 Lower than 0,08 Higher than 0,10 ) . The model determination coeffi cient is calculated using the whole determination coeffi cient (R 2 ) existing in the model. The result of the R 2 calculation may be seen in Table 4 .18. The R 2 value for the work motivation variable was 0.4.99. The value shows that the contribution of the fi ve leadership styles to the work motivation was 49.9%, while the rest is explained by other variables. The R 2 value for the employees' performance was 0.529. The value shows that the variation of the employees' performance explained by the leadership and work motivation is was. 9%, the rest is explained by other variables.
Dependent Variable R 2
Work Motivation 0,499
Employees' performance 0,529 Hair et.al (2014) stated that in general the determination coeffi cient is low if its value is 0.20, meanwhile in the results of this model the two coeffi cients were higher than 0.20. Therefore, on the basis of the results of the fi t model, the value is under a good category. The fi t model can be calculated with the following formula: R m 2 = 1 -(1 -0,499)(1 -0,529) R m 2 = 0,764
The result of the calculation shows that the R m 2 value was 0.764, meaning that this research model possesses a high fi t model. The model accuracy of 76.4% explains that the contribution of the model to the explanation the structural relationship of the seven variables examined was 76.4% and the rest is explained by the other variables which are not involved in the model.
DISCUSSION
The infl uence of leadership on employees' performance
The results of the fi t model explain that the improvement of the employees' performance is determined by how the project implementers lead the project. The leadership the implementers undergoes will involve many types of leadership because of various adjustments such as types and locations of the projects, types of employees, and the like. The suggested leadership for the area in East Java is the authentic leadership, a combination from transformational, transactional, and people-oriented leaderships. According to Yin (1999) , uniqueness of the construction industry is the existence of temporary employees (foremen, handymen, and workers) playing an important role in reaching the quality of a direct construction product. In managing projects, contractors in Indonesia in general still adhere to a work pattern of the foremen's system. Foreman is someone involved in a construction project serving as the supplier of handymen and workers and is the head of handymen and workers. Foremen, handymen and workers are contractors' freelance employees, where after a project is completed the work relationship between the contractor and the handymen and the workers will also end. Meanwhile according to Simamora (1995) , employees should be viewed as an investment, therefore if they are developed and managed effectively they will give returns to the contractors in the form of greater productivity. It is expected that dependent employees may attain the goal of the project implementation namely proper cost, proper quality, and proper time. Leadership as the defi ning factor of performance is also in line with result obtained by Yang et. al. (2011) in their research conducted in Taiwan. The contribution of combination leadership is one of the leadership choices appropriate with the construction project. Transactional and transformational leadership styles are needed where a team work is measured based on the team communication, team cooperation, and team cohesiveness, while the project performance valued using performance time schedule performance, quality performance, and stakeholders' satisfaction may be reached through strong team communication cooperation and greater team cohesiveness. Improving a leadership level, meaning the application of leadership proper with the need, may raise the relationship among team members. Support from the leadership role to the employees' performance is also in line with the research results by Thite (2001) and Wang et.al. (2005) . Transactional leadership style gives an emphasis on the contingent reward to meet performance goals. The transactional leadership style presents a traditional view of leadership focused on the contractual agreement between a leader and subordinators in terms of the expected performance as the reward for certain gifts. Leadership competence should be possessed by each project implementer. According to Irawan et al (2012) , the management of employees in contractor companies especially in the middle and high classes is less qualifi ed so that it often happens that the process and the end results of project implementations deviated from the plans. This is infl uenced by the condition in the companies (internal factors: motivation, work environment, sal-ary increase) and out of the company (external factors: economic condition, technology, and business competition). As a result, it is necessary to have a proper strategy to improvement the management of the employees in the effort to improve the employees in the contractor companies. Foster and Seeker (2001) stated that the causes of an employees' low quality/performance are his low knowledge and skills in doing the job assigned, low motivation to work better, and his low self-confi dence in actualizing his ability to work. Simamora (1995) and Handoko (1994) stated that there are internal and external factors infl uencing any efforts to improve human resources (employees).
The infl uence of work motivation on employees' performance
The result of the fi t model explains that employees' performance is also determined by the level of the employees' work motivation. Their performance has a stronger correlation with work motivation than with the leadership of the project implementers. This analysis explains that directly the role of work motivation is stronger. From the results of the analysis, it is found that reward and ability are two main indicators in explaining the high motivation showed by the employees. The importance of the roles of work motivation is in line with the results of the research conducted by Verma (1996) that low motivation is the most often cause of project failures. Motivation is viewed as the main factor of the project management success. Similar fi nding is also met in Germann (2004) that less motivated managers and employees's tend to show low performance, although they have good management ability, technical skills and experiences in working on projects. Besides motivation factor, project implementers should also pay attention to the de-motivation aspect namely a number of things that may decrease motivation. Turner et al (2008) in their research found that besides motivation, there are also work de-motivation (something decreasing the motivation). Concerning the various components of motivation, Oyedele (2010) identifi ed three empirical factors of motivation that should be given more attention namely, support from the organization, success in implementing the design, and efforts to get recognition. Great roles played by the employees' ability as the refl ection of the existence of higher motivation are also found in the results of the research conducted by Kooij et al (2010) . The impacts of motivation and de-motivation are depended upon individuals' personal factors such as ages, levels of education, sexes, cultures, experiences, jobs, levels of jobs and the like. Meanwhile motivation and de-motivation factors identifi ed in this present research will result in something different when they are applied individually or collectively since motivation and de-motivation occupy the same position. For instance, de-motivation factors such as in-justice in organization, stress due to projects, weak organizational cultures, negative leadership behavior and bad interpersonal relationship are identifi ed by Oyedele (2010) .
The infl uence of leadership on work motivation
The result of the fi t model explains that the improvement of employees' motivation is determined by the leadership of the fi eld implementers. The leadership employed by the fi eld implementers will involve many types of leadership since the leadership style should be adjusted to various considerations such as types of project locations, employees, and others. The suggested leadership style adopted for the area in East Java is authentic leadership style, a combination among transformational, transactional and people-oriented leadership styles. From the analysis of this present research, it is found that the roles of the three leadership styles will promote the improvement of employees' ability and the optimal rewards given to the employees. Leadership is a process of infl uencing others so that the others will follow and agree with what to do and how the process is effectively done and the process may facilitate individuals and collective to reach common goals (Dubrin, 2004; Dansereau et al., 1995) . The most general measure that may be used to understand leadership effectiveness is how an organization is able to apply a leadership successfully in doing tasks or in reaching its goals. Leaderships involves a social process in the form of intentional infl uence made by a person to others in the relationship structure of activities, relationships of groups or organization (Yukl and lepsinger, 2005) . People-oriented leadership as an important choice available for the fi eld implementers is also expressed by Vera and Crossan (2004) . Dealing with the roles of communication, Egri and Herman (2010) stated that an effective communicator may establish a commitment to the company vision and inspire the members of the organization to work towards the realization of the vision. Concerning the need for planned changes in an organization, Battilanaa et all (2010) stated that the leadership role is focused on any activities dealing with communication, mobilization of the organization members, and with evaluation of the implementation of the planned organizational changes. People-oriented leadership needs good communication ability. Field implementers shoul be able to communicate the need for changes, mobilize others to support changes, and evaluation the implementation of the changes. Three aspects are presented Battilanaa (2010) as the key activities for the relationship between leadership competence (namely the effectiveness of people-and task-oriented leadership behaviors) and the activities of planed organizational changes. The fi eld implementers' communication ability not only tell the employees what to do, but also create a two-way communication, so that the whole team may understand and work effectively. Any dissatisfaction emerging from the existing situation should result in various efforts needed to make changes. Success in changes is infl uenced by a strong relation among the three components: people, process and technology (Cowandan Stradath, 2010) . The main role played by the implementers' leadership is to improve the employees' motivation. The level of this work motivation will give a great contribution to the changes of performance. High work motivation will become a sets of energetic power coming from either in or out of the individuals leading to work with the focus on the work management in order to improve performance (Kaulio, 2008) . The Infl uence of Leadership on Employees' Performance through Work MotivationThe results of the fi t model explains that leadership gave direct effects on performance through work motivation. This relationship explains that the changes in performance is greatly determined by the power of motivation but, the improvement of motivation depends on the leadership adopted by the fi eld implementers. In the three relationships, the leadership position is very important since it will give long impacts on the changes of employees' work motivation and performance. The result of this present research is in line with that from Nauman et al (2010) that the relationships among leadership, empowerment and services as an effective project management showed that the clime of empowerment had signifi cant impacts on the concern with tasks, people and with services improvement, leadership behavior and with improvement of project performance. The choice that task-and people-oriented leadership styles which are approaches to leadership forms on the basis of behaviors is also in line with the results found by Northouse (2004) and Nauman and Iqbal (2005) . Successful leadership is based on communication openness, confl ict management, power and authority delegation, participation in decision making, problem solving though collaboration, guidance, and team work and time management, concern with tasks and with people in the project. They are greatly important for an effective project management. Field implementers should be brave in positioning themselves as the leaders who are fully responsible for the completeness of the projects. It is said in traits theories that as a leader, one should be able to possess certain characteristics or personalities that differentiate leaders from non leaders (Judge et al, 2002) . Field implementers should have specifi c behaviors that may distinguish effective and ineffective leaders viewed from various dimensions. They should have high awareness of various tasks and responsibility as leaders. Kozlowski and Ilgen (2006) stated that common leadership needs common understanding on knowledge, ability skills, and behavior needed to complete tasks on hand and common decision where team members play roles in taking over lead-ership roles. Barsade (2002) showed that a team work with positive emotional condition infl uences a better level of cooperation, is able to reduce confl icts and possesses a perception of higher performance of tasks. A similar perception is given by Pscolosolido (2002) that the emergence of a leader in a group may be determined by anyone who is able to manage proper emotion of a group. Barsade (2002) , Bartel and Saavedra (2000) , Tiedens, et. al (2004) presented an opinion that the increase of interdependence, which is part of task implementation, is emotionally infl uenced by group members. Experience and level of education possessed by fi eld implementers will help them explain what should be done by employees in their jobs (Avolio et. al., 2000) . The leaders' ability in explaining this task is greatly related to work motivation that will be resulted in (Kerzner, 2000) . The importance of clear goals is to reach an optimum performance of a project. The project goal should be realistically determined by paying attention to the available resources (Pinto, 2000) . The role of motivation in promoting performance should also be offset by paying attention to the de-motivation factors. Germann (2004) stated that without motivation, the most talented person will not be able to show or give his/her potency. Oyedele (2012) reminded that there are seven factors of de-motivation causing the decrease of individual performance namely organizational injustice, stress caused by projects, team dysfunction or low team cooperation, weak organizational cultures, and inefficient work. Colquitt (2001) , Rose, and Manley (2011) offered some suggestions to avoid or omit de-motivation factors namely justice and equality in resources distribution, justice in procedures, justice in the obedience to rules, justice in process, justice in decisions leading to results, and justice in interactions (respect, dignity, politeness) that should be done by the employees in their work place when they face other
CONCLUSION
From the results of the analysis and discussions above, the following conclusions would drawn. The leadership of the fi eld implementers, especially their combination leadership style signifi cantly infl uence employees' performance. Work motivation signifi cantly infl uence on employees' performance. This relationship explains that the improvement of employees' performance is determined by the work motivation of the employees. Leadership signifi cantly infl uences work motivation. Three leadership styles adopted by the fi eld implementers in order to be able to improve employees' motivation quickly are task-oriented leadership, people-oriented leadership and liberalization leadership. Task-oriented leadership and people-oriented leadership indirectly infl uence employees' performance through motivation. This relationship explains that the changes in performance is much more determined by the power of motivation, but the improvement of motivation is dependent upon the leadership style employed by the fi eld implementers. In the three relationship, the position of leadership becomes very important since it will give great infl uence on changes in employees' work motivation and performance.
RECOMMENDATION
Combination leadership gives some infl uences on employees' performance. But this combination leadership is ineffective in improving work motivation, but it may complement the roles of motivation in improving employees' performance. Leadership, in general, infl uences the employees' work motivation. The application of the task-oriented leadership, the people-oriented leadership and the liberation leadership is more sensitive in improving employees' work motivation. The three leadership styles indirectly infl uence employees' work performance through motivation. This relationship explains that changes in performance are much determined by the power of motivation but the improvement of motivation is dependent upon the leadership style adopted by fi eld implementers.
